The current study tests the relationship between transformational leadership, empathy and excellent team performance, based on the HEalthy & Resilient Organizations (HERO) Model (Salanova, Llorens, Cifre & Martínez, 2012) in positive institutions, the third pillar of positive psychology (Seligman & Csikszentmihalyi, 2000) . The study of empathy and its role in companies is important because it is not yet widely known the benefits that can provide to any institution. The study attempt to show a full mediating role of empathy in this relationship. The sample consist on 69 work teams, from 7 Small -and Medium-sized Enterprises (SMEs) including 4 educational institutions and 3 institutions of medical services from Spain. The Interclass Correlation Coefficients (ICC1 and ICC2) and the Average Deviation Index (ADM(J)) supports data aggregation at the team level. The results using SEM, through work teams, supported the hypothesis, that is, the empathy plays a full mediating role between transformational leadership and excellent team performance. Finally, theoretical and practical implications of the results are discussed. Solares et al. (2015) Education, http://dx.doi.org/10.4995/muse.2014.3694 Social and Technological Sciences EISSN: 2341-2593 Keywords transformational leadership, empathy, excellent performance, positive institutions.
Organizational resources
One of the most important organizational resources studied in positive organizational psychology is leadership because leaders can influence their teams (Donaldson & Dollwet, 2013) . In addition positive leadership style is associated with followers´ psychological capital and positive work environment (Woolley, Caza & Levy, 2011 ). Following HERO model, positive leadership style is defined as transformational leadership. In this regard, Salanova in 2008 argued that a transformational leader is the one that leads the follower through a shared goal and achieve the commitment of the team members and the organization, and Molero (2011) exposed that a transformational leader, motivates the followers to give beyond than expected. Besides this, more and more is being investigated on transformational leadership, because of the benefits that produce in the organizations. Transformational leader has shown to have subordinates that report greater satisfaction, have higher performing work teams and receive higher rating of effectiveness and performance (Bryman, 1992; Bass, 1995) .
But what characteristics make the transformational leader lead the subordinates to accomplish the goals and also challenge them to give beyond expected? In this sense the big five structure of personality framework gives the opportunity to integrate commonalities among diverse approaches to personality (John & Srivastava, 1999) .
According to Judge and Bono (2000) , extraversion and openness to experience correlate with a transformational leader, neither neuroticism nor conscientiousness displayed any significant relationships with transformational leadership, and agreeableness displayed the strongest relationship with transformational leadership. This can be explained because, to mentor successfully, empathy is required and transformational leaders give special attention to neglected group members, treat each subordinate as an individual, and express appreciation for a job well done (Bass, 1985) . George (2000) and Lewis (2000) exposed that high quality relationships derived from empathy tend to enhance perceptions of a leader's integrity or credibility, and tend to engender cooperation and trust. The authors also manifested that the knowledge and understanding gained from their sense of empathy, may enable leaders to influence follower's emotions and attitudes. In this sense, social psychology display several studies showing how common beliefs and affective experiences that emerge from people working together, tend to show similar patterns of behavior and feel collective emotions (Barsade, 2002; González-Romá, Peiró, Subirats & Mañas, 2000) . This might explain why the followers replay with their coworkers some of the leader attitudes such as empathy.
But empathic attitudes between coworkers is not the only a possible positive outcome of a transformational leader. Studies have shown that transformational leadership influences in higher levels of individual, group, and organizational performances (Bass & Avolio, 1994) and Liao & Chuang,(2007) have found that a transformational leader was positively related to employee service performance. Other research has focused on identifying the effect of variables mediators in the leadership-performance ratio; such as the mediating effect of the group potency (Schaubroeck, Lam & Cha, 2007) . Also the relationship between transformational leader role with the extra performance is mediated efficacy beliefs and engagement (Salanova, Lorente, Chambel & Martínez, 2011) . Other studies show the relationship of transformational leader and group performance is mediated by the engagement (Cruz-Ortiz, Salanova& Martínez, 2013) Thus, we undersand that on one hand there are a relationship between resources such as transformational leadership and empathy with the result of excellent performance, and on the other hand exist a need to deepen the knowledge about what processes are involved in the role played by transformational leaders in the excellent team performance.
Based on the HERO Model (Salanova et al., 2012) in which, practices and positive resources are vital for healthy employees in order to get healthy and positive outcomes, this paper tests how organizational resources such as transformational leadership and personal resources as empathy, generate desired and excellent performance on this type of positive institutions. We propose that empathy plays a fundamental and mediating role in the relationship between transformational leadership and excellent performance.
Thereby this study about positive schools and health institutions, and the role of transformational leadership and empathy in their excellent results, should contribute to the development of team management for organizations to take into account the proper use of practices and resources for healthy results to the flourishing of the community. Bass (1985) model of transformational leadership has been embraced by scholars and practitioners alike as one way in which organizations can encourage employees to perform beyond expectations. Some studies considered the role of transformational leadership in the motivational process of his followers by transforming their attitudes and values as well as increased performance (Molero, Cuadrado, Navas & Morales, 2007) .
Transformational leadership
In terms of the operationalization of the construct there are several proposals exposing that transformational leadership is composed of dimensions. One of the earliest and most extended is the Multifactor Leadership Questionnaire (MLQ) designed by Bass and his colleagues (Bass, 1985; Bass & Avolio, 1990) Following this proposal, transformational leadership has been operationalized based on these five dimensions.
Empathy
Holling, (1994) referred to empathy as the ability to see the world, including our own behavior, from the point of view of others. But as mentioned before Huy (1999) , defined empathy in the organizational context as people's ability to understand others feelings and re-experience those feelings in the organization. Muller (2014) went a step further and talk about collective empathy referring to it as the collectively shared desire to help others in need. Education, http://dx.doi.org/10.4995/muse.2014 .3694 Social and Technological Sciences EISSN: 2341 -2593 The study of empathy in the organizational environment has been limited. However, Jarrard (1956) noted that the implementation of empathy in industrial and organizational settings had as major concern assessing empathic abilities of leaders, management personnel and employees. Subsequent studies by Eisenberger, Huntintong, Hutchinson and Sowa (1984) reported that empathy in organizations generates less absenteeism, more commitment and more satisfied employees. But some other studies showed the importance of empathy between team members, for example Nadler y Liviatan (2006) exposed that empathy produce trust and also makes people more willing to reconcile.
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Another construct related with empathy is performance, for example, Roberge (2013) argued that collective empathy works as a moderator in team diversity and performance. Also Akgün & Dogan (2014) exposed that "the existence of group norms collective empathy becomes a resource projects for performance improvements" and their study confirm that collective empathy has a significant effect on the performance of software development projects. This idea is supported by HERO Model, because this model explains how resources are used to produce results.
Group performance (In role, Extra Role and service quality)
Goodman y Svyantek (1999) proposed two dimensions of performance: (1) intra role, defined as those activities that contribute directly or indirectly to the technical base of the organization and vary between different jobs within the same organization and; (2) Extra role, defined as those activities that are not formally part of the work and employees perform them voluntarily. Moreover service quality can be explained as customer perception about employee performance (Salanova, Agut & Peiró, 2005) .
Some studies show the relation between performance and transformational leadership. Dionne, Yammarino, Atwater y Spangler, (2004) exposed that the leader, through idealized influence, inspirational motivation and intellectual stimulation, can promote the performance of work teams. Some other studies manifested that the transformational leadership increases the motivation of the teams. It can be directly through motivational strategies, but also indirectly through the dimensions that make up the leadership (Zaccaro, Rittman, and Marks, 2001 ).
Other studies related performance and empathy. Roberge (2013) suggested that both individual-level and team-level empathy are necessary mechanisms to explain how people may work harmoniously together and increase the overall team performance. Ensari and Miller (2006) suggested that empathy increase effectiveness and productivity.
According to the literature and based on HERO Model (Salanova et al., 2012) (Salanova et al., 2012) . The confidentiality of the answers was guaranteed.
Instruments
Transformational leadership resources were assessed by 15 items in five different scales, we used the questionnaire of Rafferty & Griffin (2004): Vision (three items; e.g., "Our supervisor understand perfectly which the objectives of the group are"; alpha = .90),
Inspirational Communication (three items; e.g., "Our supervisor say positive thinks about the department; alpha = .94), Intellectual Stimulation (three items; e.g., "Our supervisor has ideas that stimulate us to rethink about questions that never we had thought before"; alpha= .95), Support (three items; e.g., "Our supervisor thinks about our personal needs"; alpha=.
95), and Personal Recognition (three items; e.g., "Our supervisor congratulate us personally when we do an excellent work"; alpha=. 97). Empathy was assessed by three items we used the questionnaire from Salanova, et. al (2012-HERO, HEalthy and Resilient Organizations) (three items; e.g., "During the interpersonal relationships with others we should express emotions that not coincide with our truly feelings; alpha=.88). Excellent Performance, we tested three dimensions: Two different scales were considered: in-role performance (three items; e.g., "My work unit do all the functions and tasks demands by the job"; alpha = .73) and extrarole performance (three items; e.g., "In my work unit there are a high level of trust in the direction and in employees; alpha = .81), adapted from the Goodman and Svyantek scale (1999) , and Service quality (Price, Arnould & Tierney, 1995; Parasuraman, Zeithaml & Berry, 1988 ) (sevens items; e.g., "In this organization we can share our ideas, emotions and hopes; alpha = .88).
All scales were included in the questionnaire HERO (HEalthy and Resilient Organizations) (Salanova et al., 2012) . Respondents answered using a 7-point Likert-type scale ranging from 0 (never) to 6 (always). All items had as reference the work teams. Later was conducted aggregation of data at the team level, considering the scores averages of items answered.
Data aggregation
Firstly, the Harman's single factor test (e.g. support aggregations (Glick, 1985) . From a consensus-based approach, the Average Deviation Index was computed (AD M(J) ) (Burke, Finkelstein, & Dusig, 1999) , whereby team agreement was concluded when AD M(J) was equal to or less than 1 (Burke et al., 1999) . Finally, Analyses of Variance (ANOVA) were computed in order to ascertain whether there was significant between-group discrimination for the measures (Kenny & La Voie, 1985) .
Data Fit
We used Structural Equation Modeling (SEM) by AMOS 22.0 (Arbuckle, 2009).
Three competitive models were compared: M0, the independence model; M1, the fully mediated model; and M2, the partially mediated model. Maximum likelihood estimation methods were used by computing the absolute goodness-of-fit indices were assessed: (1) the χ 2 goodness-of-fit statistic; and (2) the Root Mean Square Error of Approximation (RMSEA). (3) the Normed Fit Index (NFI); (4) the Tucker-Lewis Index (TLI); (5) Solares et al. (2015) Multidisciplinary Journal for Education, http://dx.doi.org/10.4995/muse.2014 .3694 Social and Technological Sciences EISSN: 2341 -2593 Comparative FiT Index (CFI); and (6) the Incremental Fit Index (IFI). Values smaller than .05 are indicative of an excellent fit for RMSEA (Brown & Cudeck, 1993 ) and values higher than .95 are indicative of an excellent fit for the relative indices (Hoyle, 1995) .
Results

Descriptive and aggregation analyses
Firstly, the results of the Harman's single factor test (Podsakoff et al., 2003) revealed a poor fit to the data: χ 2 (28) .93. The difference between both models is also significant in favor of the model with two latent factors, Delta χ2 (3) = 328.42, p < .000. Consequently, common method variance is not a serious deficiency in these data (Conger, Kanungo, & Menon, 2000) . Table 1 shows means, standard deviations, intercorrelations, and aggregation indices of all the study variables. ICC (1), ICC(2) and AD M(J) indices ranged from .16 to .45, from .13to .83, and from .46 to .92, respectively. Results for these indices were modest in the case ICC(2) for empathy (ICC(2)=.53) and for quality service (ICC(2)=.47). However, one-way ANOVA results showed statistically significant between-group discrimination. In conclusion, overall aggregation results indicated within-group agreement in the teams so that unit members' perceptions can be aggregated. The database was constructed aggregate team mean scores.
Aggregate data (Table I) , the positive and significant correlation was found between the dimensions of the constructs (between .13 and .84; p <.001). As stated by Brown (2006) , in cases in which it may be necessary to use single indicators in a SEM,measurement error can be readily incorporated into a dimensional indicator by fixing its unstandaridized error to some non-zero, calculate on the basis of measure`s sample variance estimate and know psychometric information. Thus, we fixed the unstandaridized error of the indicator of resilience with the formula variance* (1-α).
To compute SEM, we used the aggregated database that included transformational leadership, empathy and excellent performance (N = 69). Table 2 = .28, which is to be interpreted in favor of the most parsimonious one, namely M1. 
Tabla 2
Indices del Modelo de Ecuaciones Estructurales (N= 69 grupos)
Theoretical and practical implications
The present study shows different theoretical and practical implications. Theoretically, it expands the study of empathy in work teams. In addition provides evidence to HERO Model (Salanova, 2008; Salanova et al, 2009; 2012.) analyzing the interaction of health resources and organizational practices (e.g., empathy and transformational leadership) and health outcomes (e.g., in role and extra role performance) using superior levels of analysis (i.e., teams).Furthermore, the results contribute to research, showing the benefits of promoting the positive aspects in work contexts, in this case the role of empathy and its important role in the group performance.
Multidisciplinary Journal for Education, http://dx.doi.org/10.4995/muse.2014 .3694 Social and Technological Sciences EISSN: 2341 -2593 From the point of view of organizational practices, this research interests human resources professionals toward implementing practices and resources that improve outcomes in teams work. We can say that it is important to conduct practices that increase empathy among employees and to enhance the wellbeing of teams, as this will have a positive relationship in how they carry out their tasks and generate expected results.
Limitations and future research
One possible limitation of this study is that data was obtained through self-report measures. However, the data was not treated on an individual level but aggregated perceptions of teams to empathy, transformational leadership and team performance. As a consequence, using aggregate-level team data can increase the validity of the scores, considering that we are dealing with "shared intersubjectivities" with shared and integrated mental models among team members, and not individual subjectivities.
Future studies can be directed to unravel the causal pathways by using longitudinal studies to observe how this mediation evolves over time. The use of multilevel methodology is also recommended to explore longitudinal studies in which the organizational level and lower-level variables are related.
Finally, in conclusion, this paper shows that empathy plays a full mediating role between transformational leadership and excellent team performance, so this relationship may be very important for the development of positive institutions.
